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In an organization, employer plays an important responsibility to hire suitable 
employees who fit with the job and help to achieve the organization objectives. 
Therefore, employees are also seen as key essential asset of an organization 
because without them the organization cannot produce goods and services. The 
word employee means an individual who is hired by the management to manifest 
their skills, expertise, talent and knowledge according to their job description to 
achieve organization objectives. Therefore, employees who have positive 
thinking, high level of energy and dedicated with their job is the most engaged 
employee. The concept of engagement has gained popularity from the HRM field 
evolved from past research as involvement of an employee, being proud and 
happy with their job and loyal towards their organization. Over the past 20 years 
many topic has been raised on employee engagement from many contemporary 
human resource which has describe  employee engagement as an intellectual 
involvement and positive work-related state of emotional that motivates them to 
do their best work (Wayne, Chin, Xingquan & Alyssa, 2017). Generally, 
engagement is represent by three dimension namely vigour, dedication and 
absorption. Vigour refers as high level of energy and mental resilience while 
working and endure difficulties, dedication refers as courteous and being 
dedicated to one’s job includes positive thinking and also taking initiatives to solve 
a problem at work and absorption refers as feeling of being happy, fully 
concentrated on the job and being immense in one’s work (Schaufeli, 2002; 
Hubpages, 2009; Lockwood, 2007).  
 
According to Omar, Anuar, Majid and Johari (2012) employee engagement is 
vital to explore because when an employee engaged with their job, it will boost 
the profitability and productivity of an organization by increase performance. 
Therefore, employees will stay loyal and does not have the intention to leave their 
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organization. However, nowadays to engage an employee is critical for a 
manager because different employee have different behavior towards their job. 
When an employee feel unhappy with their job and always absent, they will 
spread the disengagement towards their job. As claimed by Fink (2014) lack of 
enthusiasm and less likely focus with their job will lead downturn of organization’s 
productivity which has reported by The Gallup Organization that there are 
estimated USD $22 million actively disengaged employees cost the economy as 
much as $350 billion dollars per year in lost productivity including absenteeism and 
low morale issues. Therefore, it is alarming for managers to retrench those 
disengaged employee or either employee personally intent to leave the 
organization. As a result, management have to bear all the typical turnover cost 
when an employee quit such as training cost, advertising cost, time consuming, 
and loss of future key talent (Berry & Morris, 2008). 
 
Therefore to enhance employee engagement in an organization, leader plays an 
important role because leader able to influence, share and communicate 
company’s information effectively towards employees. Taran, Shuck, Gutierrez 
and Baralt (2009) mentioned that organizations have to take time to fully develop 
employee engagement and leaders play an essential role by being supportive to 
their colleagues. By exploring the work of Burns (1978) transformational leadership 
studies become more evident to have an impact on engagement. According to 
Burns (1978) transformational  leadership is a process of  pursuing collective goals 
through the mutual understanding of  leaders’  and  followers’  motive  bases  
toward  the  achievement  of  the  change in the organization. While, Rafferty and 
Griffin (2004) re-examine the model developed by Bass (1985) to identify five 
dimensions of transformational leadership namely vision, inspirational 
communication, supportive leadership, intellectual stimulation and personal 





The first concept of engagement was introduced by Kahn’s (1990) that explain on 
how individuals are personally engaged and disengaged at work. Job 
engagement refer as the harnessing of organizational memberselves to their work 
roles where people express themselves physically, cognitively and emotionally 
during role performance (Kahn, 1990; Schaufeli, 2013; Kular, Gatenby, Rees, Soane 
& Truss, 2008). Those employee apply their physical and mental state into their job 
refer as physically engagement, employees who focus on the organizational goal 
and they aware of optimal return on their work efforts known as cognitively 
engagement and employee who feel connected and trust the organization and 
as well colleagues refer as emotionally engagement (Cartwright, 2014). Later on, 
Kahn (1990) distinguished those characterized into three psychological conditions 
which are contribute to engagement. These conditions are meaningfulness refers 
as feeling that one is receiving a return on the efforts that they contribute for their 
job (Landman, 2012; Shuck & Wollard, 2010), safety refers as a sense of being able 
to work without fear of negative consequences, and availability refers as a 
physical, emotional and psychological resources needed to be engage with the 
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job (May, Gilson & Harter, 2004; Shuck & Wollard, 2010). In contrast, 
disengagement refers as an individual who feel bored with their task, less 
enthusiasm, and finally intent to quit from their job (Lee, 2012; Schaufeli & Bakker, 
2004). However, Kahn’s conceptual theory has a weakness because he did not 
take into consideration due to lack of literature on employee engagement at that 
time and he depends on the other psychological constructs such as job 
involvement and commitment at work (Bakar, 2012). Other than Kahn’s study, 
research on employee engagement has bloomed towards new dimension such 
as Maslach and Leiter (1997) developed burnout model, and Saks (2006) 
introduce the multidimensional approach of employee engagement. Therefore, 
Schaufeli et al (2002) developed three factor of engagement by conceptualized 
three factors namely vigour, dedication and absorption. Three factor model of 
engagement has supported by its popularity, most frequently applied and cited 
in the literature (Ghadi, 2012; Mcbain, 2006; Chughtai & Buckley, 2008; Simpson, 
2009; Wefald, 2011). Research based on employee engagement is relatively new 
therefore three factor model of engagement is helpful to differentiate from other 
related terms such as job satisfaction, involvement and workaholic (Ghadi, 2012; 
Bakker, 2009; Wefald & Downey, 2009a; Shuck, 2011).  
 
According to Schaufeli et al. (2001) employee engagement refer as a positive, 
fulfilling, work-related state of mind that is characterized by vigour, dedication and 
absorption (Schaufeli, 2013). These three factor of model provide the most precise, 
valid and comprehensive conceptualization (Schaufeli, 2002). From the Figure 1.1 
shows the dimension of employee engagement namely, vigour, dedication and 
absorption. Vigour is characterized by high level of energy and mental resilience 
while working, the willingness to invest effort in the work and endure difficulties 
(Schaufeli, 2002). Vigour also refers as affective constructs and subjective 
experience of energy and alive at workplace (Sonnentag & Niessen, 2008; Shirom, 
2004; Peterson & Seligman, 2004). Another scholar has defined vigour as physical 
strength, emotional energy and cognitive liveliness (Shirom, 2004; Sonnentag & 
Niessen, 2008). A person can be differentiated from other energetic experiences 
such as tension by its positive feeling and happiness by its high level of activation, 
thus, vigour is important for engaging employee at workplace (Sonnentag & 
Niessen, 2008; Nix, Ryan, Manly & Deci, 1999).   
 
The second dimension of employee engagement is dedication. A person 
dedicated to their work is engaged and give their best at work, it has purpose in 
one’s work and being enthusiastic, inspired and proud of their work (Menguc, Auh, 
Fisher & Haddad, 2013). According to Tavakoli (2015) dedicated employee more 
likely engaged with their work which is also important to the long term growth of 
any organization. Moreover, dedication also refer as being on time while 
employee at work, they are more likely courteous and being dedicated to one’s 
job includes positive thinking and also taking initiatives to solve a problem at work 
(Hubpages, 2009).  
 
Absorption is the third dimension in employee engagement. This dimension 
describe the feeling of being happy, fully concentrated on the job and being 
immense in one’s work (Lockwood, 2007). Absorption also refer as an engaged 
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person in a state which time passes quickly and one has the feel to be attach with 
the work although they feel tired of whole day on their working hours they also 
tend to find pleasure in dealing every given task (Bakar, 2012). Therefore, 
adequate training given by the management for skilled worker especially at the 
operational sites will be sufficient and effective to absorb with their related job 
requirement. 
 
Figure 1.1  
Three factor of engagement 
Source: Schaufeli (2013) 
 
In conclusion, this chapter has discussed on the differentiation of scholar and 
practitioner’s thought on employee engagement in various ways. To create a solid 
basement for the definition of employee engagement has caused many breach 
and overlaps construct in the research area. Therefore, in this chapter presented 
and justify why Schaufeli (2002) conceptualization of employee engagement is 
the most comprehensive and valid to be adopted for this study. Hence, engaged 
employee tend to be positive and fulfilling of performing their job, thus, engaged 





The impact on the leadership contribution towards employee engagement is a 
leadership style that is adopted to improve employee enthusiasm at work (Ariani, 
2014; Alok & Israel, 2012). Several types of the leadership styles are addressed in 
the literature have its own set of unique behaviors of which some are related and 
some are completely opposite (Landman, 2012).  Leadership can be defined as 
the process of influencing others to understand and agree about what needs to 
be done and how to do it, and the process of facilitating individual and collective 
efforts to accomplish shared objectives (Laguerre, 2010; Yukl, 2010). Another 
researcher has focused narrowly on the definition of leadership whereby 
leadership can be defined as a process of an individual influence a group of 
individuals intentionally to achieve a common goal (Northouse, 2010).  Therefore, 
leadership is an important factor for making an organization successful because 
managers will decide who is going to assign the necessary task given and how 







make a good manager. One of the critical qualities is leadership style practice by 
the management (Hopkin, 2014). Leadership and management must go side by 
side, but they are not the same (Lunenburg, 2011; Hopkin, 2014, Hughes, Ginnett 
& Curphy, 2005; Nguyen, 2013). However, leadership and management are 
complementary, but it is important to understand how they differ. Table 1.1 
reflected the comparisons between leadership and management. It is vital to be 




Comparisons between leadership and management. 
 
Category Leadership Management 
Thinking process Focuses on people 
Looks outward 
Focuses on things 
Looks inward 
Goal setting Articulates a vision 
Creates the future 
Sees the forest 
Executes plans 
Improves the present 





Trusts and develops 
Controls 
Subordinates  
Directs and coordinates 
Operation Does the right things 
Creates change 
Serves subordinates 
Does things right 
Manages change 
Serves subordinates 






Source: Lunenburg (2011; 2007) 
 
Good management skills will transform a leader’s vision into an action and 
successful implementation of effective leadership functions could stabilize an 
organization to cooperate among colleagues and management (Lunenburg, 
2011; Lunenburg, Thompson & Pagani, 2010). Several studies use the terms 
interchangeably because managers and officers are people who occupy 
positions in which they are expected to perform a leadership role (Duncan, 2011; 
Yukl, 2010). Therefore, manager plays an important role to perform leadership 
qualities in order to produce good employees in an organization. 
 
 
INFLUENCE OF LEADERSHIP STYLE 
 
Researchers around employee engagement is emerging and suggested 
leadership as a crucial element in the development of employee engagement, 
therefore understanding what leadership behaviors could affect engagement 
and encouraging cultures as well as the processes around which leader behaviors 
bring about higher levels of engagement (Soieb, Othman & Silva, 2013; Shuck & 
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Herd, 2012). But success or failure of an organization is depends on the leadership 
styles practice by the management (Nave, 2006).  
 
Therefore, in today’s organization are not only focusing on developing enough 
leader but someone who make wise decision making, flexibility to share ideas and 
able to lead others in uncertain situations at every level produce an effective 
leader (Trapp, 2014). According to Rao (2013) leaders who able to think out of the 
box and come out with new solutions and ideas can lead to creativity. Therefore, 
leader also able to manage complexity of an issue arouse in an organization.  
 
One of the strategies to increase the level of employee engagement is by 
identifying the leadership style of a leader of any organization. Committed leaders 
can achieve the desired level of engagement in an organization in any situation 
when there is cooperation between the members. However, leadership style is 
contingent toward present workforce and not all leadership styles can be practice 
to all situations. Research also revealed that there was a direct positive relationship 
between transformational leadership style and employee engagement compare 





Figure 1.2 shows elements of transformational leadership. Transformational leader 
is a person who is being passion with their work, help colleagues to achieve clear 
goals and make others feel energetic. The concept of transformational leadership 
first coined by Burns (1978) as a process that occurs when an individual engage 
with others in such way that leaders and followers raise one another to higher level 
of motivation and morality (cited in Taran, Shuck, Gutierrez & Baralt, 2009). Building 
on this initial conceptualization Bass (1998) extends the concept of 
transformational leadership by describing a leader always motivates their 
followers to generate their own ideas for the organization. Therefore, in 
transformational leadership, followers feel trust, admiration, loyalty and respect for 
the leader. In this regard, leader tends to provide their followers with an inspiring 




Figure 1.2  
Elements of transformational leadership 
Source: Burns (1978) 
 
Transformational leadership is divided into four elements which are idealized 
influence, inspirational motivation, intellectual stimulation and individualized 
consideration. Idealized influence refers a person who deals with confidence and 
trust. Idealized influence refers to behaviors like showing that benefits of the group 
are more important to leader than benefits of the individual. The leader 
demonstrates high ethical norms and becomes a role model for the subordinates 
(Bono & Judge, 2004). Therefore, a leader who has idealized influence will indicate 
that they have the trust from their follower, faith and respect, dedication, appeal 
to their hopes and act as their role model (Xiao, Xiao & Jing, 2006). 
 
The second dimension, inspirational motivation, refers as a person who deals with 
motivating the whole organization. Inspirational motivation is related to idealized 
influence but held to motivate individuals where else inspirational motivation is 
about motivating employees within the entire organization. Transformational 
leaders display inspirational motivation and encouragement of their followers to 
become part of the overall organizational culture and environment (Stone, Russell 
& Patterson, 2003).  
 
The third dimension, intellectual stimulation, refers as people who arouse his 
followers to able to solve the problems occur in the organization (Bono & Judge, 
2004). Leader who willing to accept ideas of their follower and encourage them 
to be creative would able to solve old problems in new ways (Barbuto, 2005). 
Therefore, the leaders would able to encourage their followers to propose 
innovative ideas without fear of intellectual sharing (Stone, Russell & Patterson, 
2003). Through intellectual stimulation, the leader challenges assumptions and 













this style may prompt and urge creativity in their followers lead to higher 
engagement levels. 
 
Last but not least, individualized consideration refers as people who are treated 
individually and differently on the basis of their skills and knowledge (Shin & Zhou, 
2003). Therefore, allowing their skills and knowledge to reach higher levels of 
achievement towards their organization (Chekwa, 2001; Stone, Russell & 
Patterson, 2003). The leader should acknowledge followers’ feelings, their need to 
grow and develop themselves in their career (Hartog, 1997). Therefore, these four 
elements enable the leaders being admired by the follower into developing 





Based on the above discussion, it is concluded that the role of leaders are very 
important in order to instill the spirit among employees in the organization as well 
as to maintain employees’ loyalty in the organization. Furthermore, by focusing on 
several elements under the transformational leader such as idealized influence, 
inspirational motivation, intellectual stimulation and individual consideration may 
enhance and significantly impact the employees’ engagement in the 
organization. Being a good leader is the most important part of having an 
engaged and productive team. Thus, building a good relationship between 
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